Organizational Citizenship Behavior (OCB) has attracted the attention of academicians and practitioners due to its proven significance towards organizational effectiveness. The current study aims to estimate empirically the degree of relationship between OCB and Organizational Rewards given to employees. The study will answer the question that "Does the display of OCB have any impact on the rewards given to employees by the organization?" Five most widely acknowledged dimensions of OCB -Altruism, Courtesy, Sportsmanship, Conscientiousness, and Civic Virtue -have been considered for analysis purposes. OCB is measured through self-evaluation as well as peer evaluations to avoid any social desirability effect and common method variance errors. The organizational rewards taken in the study are Salary Increment, Promotion and Performance Appraisal Grade. The current study includes all of these together for analyzing this relationship with rigor. This is the first ever study of OCB which incorporates all five major dimensions of OCB (measured through self-reporting as well as through peer reports) and three well acknowledged types of rewards together in a single study. The study thus draws various practical implications for organizational managers on basis of the empirical findings from banking sector of Pakistan.
Introduction
Organizational Citizenship Behaviors (OCB) is defined as "Individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system and that in the aggregate promotes the effective functioning of the organization. By discretionary, we mean that the behavior is not an enforceable requirement of the role or the job description, that is, the clearly specifiable terms of the person"s employment contract with the organization; the behavior is rather a matter of personal choice, such that its omission is not generally understood as punishable." (Organ, 1988, p. 4) .
The research interest in OCB is increasing dramatically which is shown by the growth of number of papers published on the topic. While only 13 papers were published on this and related topics during 1983-1988, more than 122 papers have been published on these topics during 1993-1998 (Podsakoff et al., 2000) . of the world. Especially, research in Eastern cultures covers China (Wanxian & Weiwu, 2006; Farh et al., 1997; Farh et al., 2004; and Sun, 2001) ; Kuwait (Alotaibi, 2001) ; India (Moideenkutty et al., 2005) ; Taiwan (Huang et al., 2003) ; Oman (Kuehn & Al-Busaidi, 2002) and Singapore (Van Dyne & Ang, 1996) . Investigating OCB in Pakistan was warranted as, to date, no study on OCB has been done. The cultural contexts may affect the frequency of different types of citizenship behaviors, strengths of the relationship between citizenship behaviors and consequences (Podsakoff et al., 2000) . Pakistan is quite different from the developed world in legal and regulatory conditions and societal effectiveness at enforcing social norms. It is on the lower side of regulatory conditions and high on enforcing social norms. It is also different from the developed world because of religion, historical background, stage of economic development etc. Its national and organizational culture is also quite different from that of the west. Thus the current study aimed at analyzing the OCB relationship with number of rewards as its consequences in Pakistan.
Most of the OCB studies have included one or a few dimensions as Dulebohn et al. (2005) stated that they have only examined two types of OCB while other well established dimensions identified by researcher should also be examined. The future research which includes these dimensions will contribute to the literature. Thus For analyzing the OCB relationship with rewards, five extensively researched dimensions of OCB are measured in the present study.
There is lack of consensus among OCB ratings from different sources (Allen et al., 2000) implying usage of multiple raters simultaneously (Becker & Vance, 1993; Moorman, 1991) . Therefore, in addition to the self-reported OCB, peer evaluation of OCB was also taken. Two peers for each sample employee were approached independently by the researcher. Self as well as peer ratings of OCB were taken for each sample in order to avoid social desirability effect of self rating of OCB (Schnake, 1991) , and "common variance error" (Gonzalez & Garazo, 2006) . Which are very common and problematic concern in OCB studies (Bell & Menguc, 2002) . Following the recommendation of Bettencourt (1998) , employee OCB score was obtained by averaging the peers and employee responses also used by Van Dyne & Ang (1996) .
The current study addresses all the research concerns discussed above by conducting research on OCB in Pakistan, empirically testing OCB-Rewards relationship, taking multiple ratings of OCB and including most widely acknowledged dimensions of OCB and multiple rewards in the same study
The next section provides rationale of expecting OCB and Rewards relationship. Research design and Methodology, Analysis and Interpretations, and Conclusions are discussed in subsequent sections.
Literature Review

OCB and Performance Evaluations
Based on Chester Barnard"s (1938) concept of the "willingness to cooperate," and Daniel Katz"s (1964) distinction between "dependable role Performance" and "innovative and spontaneous behaviors " Organ (1988, p. 4) was the first person to differentiate discretionary behaviors from the prescribed behaviors and labeled the term as Organizational Citizenship Behaviors (OCB) After Organ coined these behaviors as Organizational citizenship Behavior, researchers worked on it and kept on identifying different dimensions of OCB. Some of these dimensions were distinct while the others were overlapping. Overall, more than 30 dimensions of OCB have been identified over time but there is huge overlapping in these terms. Podsakoff et al. (2000) have classified these into seven common dimensions: (1) Helping Behavior, (2) Sportsmanship, (3) Organizational Loyalty, (4) Organizational Compliance, (5) Individual Initiative, (6) Civic Virtue, and (7) Self Development.
It is very important to study the factors which effect the performance evaluation because this evaluation is subsequently used for many important decisions in the organization including promotion and transfer decisions (Cocanougher & Ivancevich, 1978) , identifying the training programs (Churchill et al. 1976; Dubinsky & Staples, 1981) and compensation (Chonko, 1986; Ilgen & Feldman, 1983) . Early studies of performance evaluation (Behrman & Perreault, 1982; Heneman, 1986; Weitz, 1978) have shown very small percentage (6% to 9%) variance in subjective performance evaluations due to the objective measures of performance. Podsakoff, MacKenzie, and Hui (1993) have indicated that there are certain behaviors, which can not be measured using the objective criterion, known as extra-role behaviors taken into consideration in performance evaluations. Organ (1988 Organ ( , 1990 Organ ( , 1997 has continuously emphasized that one such behavior may be OCB.
"Schema triggered affect" (Fiske & Pavelchak, 1986) explains the underlying reason of this relationship. Usually managers try to identify the "good employee" and the "bad employee" while evaluating the performance. If the employee engages in OCB, there are fair chances that he/she will be labeled as "good employee" leading to positive affect and hence resulting in positive performance evaluation. Similarly, the Performance evaluator www.ccsenet.org/ibr International Business Research Vol. 8, No. 4; always look for distinctive information (DeNisi, Cafferty, & Meglino, 1984) and as OCB is taken as distinct behavior, it is quite obvious that such behavior will be given some consideration in evaluation.
Another probable reason could be Reciprocity of Supervisor. When an experienced employee provides assistance to a less experienced coworker with a work-related problem (example of OCB) that the supervisor would have to deal with otherwise, the supervisor may reciprocate with a more favorable rating of the experienced employee"s performance.
Many studies (Borman & Motowidlo, 1997; MacKenzie, Podsakoff, & Fetter, 1991; Motowidlo & Van Scotter, 1994; Orr, Sackett, & Mercer, 1989; Parks & Sims, 1989; Podsakoff & MacKenzie, 1994; Podsakoff, MacKenzie, & Hui, 1993; Werner, 1994) have empirically proved the fact that significant variance in overall subjective performance evaluations can be attributed to OCB. Podsakoff et al. (2000) narrated the number studies in which significant effect on performance evaluation was observed by each dimension. Altruism/Helping was proved to effect OCB in 8 studies out of 10 studies, Courtesy impact on OCB was proven in 1 study out of 6, Sportsmanship effect was observed in 5 studies out of 8, Conscientiousness was proved to effect Performance rating in all the 3 studies while the Composite OCB Measure-Performance Evaluation relationship was proved in the only 1 study undertaken till now. Thus with possible exception of courtesy, each of citizenship behavior had a significant effect on performance evaluations in the majority of the studies in which it was included. Werner (1994) and Whiting, Podsakoff, and Pierce (2008) studies are very important as these confirmed positive causal relationship between OCB and Performance Evaluations.
OCB is not only considered in performance evaluations but also contributes more variance in performance evaluations than the objective performance. A meta-analysis by Podsakoff et al. (2000) , in which 11 sample studies were included, showed that, on average, objective performance contributed 9.5% only whereas 42.9% was contributed by OCB and these both contributed 61.2% in overall performance evaluations. Barksdale and Werner"s (2001) recent study adds to this emerging literature by proving that higher Altruism of employee leads to higher performance rating.
In addition to the studies done in developed countries like USA, there are some studies of Asian cultures. MoideenKutty et al. (2005) examined this relationship pharmaceutical company of India and found that objective performance contributes 9% variation in subjective performance evaluation, while 32% variation was explained by only OCB. But only two dimensions of OCB namely Sportsmanship and Civic Virtue were measured in the study. Similarly, Krilowicz & Lowery (1996) deduced that supervisory evaluations were found to be determined as much by OCB as by objective performance for Dominican and American workers.
Based on the literature available, the current study examines whether Performance Evaluation is affected by Altruism, Courtesy, Sportsmanship, Conscientiousness, Civic Virtue, and OCB-Composite.
OCB and Other Rewards
OCB is expected to impact rewards. One particularly likely explanation of this effects is the norm of reciprocity (Gouldner, 1960) . This means that as the OCB is beneficial to the manager and the organization, the employee is reciprocated by both beneficiaries. In support of this fact Blau (1964) and Homans (1961) have noted that people try to reciprocate a favor to those who have helped them, done them a favor, or treated them fairly. Therefore, when a subordinate performs citizenship behaviors (e.g., by helping a coworker who has fallen behind in his or her work or who has been absent from work because of an illness) that free up the supervisor"s time to work on more important matters, one would expect that the organization would tend to reciprocate this help by compensating with good rewards. Also from a social exchange perspective, organization may feel a sense of obligation to the employee in response to the behavior shown which is valuable by the organization i.e OCB. Thus the organization wants to reward the employee in return of OCB in order to maintain equitable social exchange with the employee (Wayne, Bommer, & Tetrick, 2002) .
These premises have been proved in the OCB literature. For example, two studies by Mel and Michael (1997) were conducted, the results of which suggested that employees perceive a link between rewards and organizational reward practices and OCB. Deluga (1998) proved that employees who perform only the prescribed job and do not engage themselves in OCB receive fewer rewards. Similarly Dulebohn et al. (2005) proved that employees who display more OCB receive higher rewards than those who don"t exhibit such behavior. For salary and/or reward recommendation Parks and Sims (1989), Allen and Rush (1998) , and Kiker and Motowidlo (1999) have proved that OCB had significant effect on these decisions. Parks & Sims (1989) , Orr, Sacket, & Mercer (1989) (Podsakoff et al., 2000) pay raise decisions, performance ratings, material resources given to employees." (Dulebohn et al., 2005) and Salary Increment (Allen, 2006) . Whiting, Podsakoff, & Pierce (2008) directed that Researchers should pay additional attention to impact of OCB on pay allocation and promotions decisions in organizations… future research should include outcomes of managerial evaluations of employee performance, such as reward allocation and promotion decisions...Additional research will be needed to see if our findings can be replicated in other contexts.
Hence the current study is undertaken to analyze that whether rewards including Increment in salary and promotion are affected by Altruism, Courtesy, Sportsmanship, Conscientiousness, Civic Virtue, and OCB-Composite.
Research Design and Methodology
Sample
As emphasized by Stamper and Van Dyne (2003) , the employees in service industry are the key players in achieving customer satisfaction, retention, and organizational performance. Banking industry, being a key service sector of Pakistan, has been selected for the study. The studies of OCB drawing sample from the banks include Ann et al. (1983) ; Hui, Lam, and Law, (2000) ; Williams, Pitre, and Zainuba, (2002) etc. It is a vibrant and remarkably growing sector of the Pakistan economy. Therefore, a random sample set of employees of different commercial banks were selected where two groups of employees participated in the study. One group was the sample and the other group served as the raters of sample employees" OCB. For each sample employee two colleagues/peers were selected as raters. 800 employees were selected to fill out the questionnaire containing OCB scale, and rewards information. For each sample employee two peers were selected for evaluation of OCB shown by sample employee. This means that for those 800 sample employees 1600 peers were selected and were given 1600 questionnaires. Out of those 800 questionnaires, 530 were returned yielding a response rate of 66.25%. This process of collecting behavioral responses from three different sources involved risk in terms of comprehensive data set collection (Wagner & Rush, 2000) . For each sample employee questionnaire peer evaluation questionnaires were matched and 405 questionnaires had their complete set of peer evaluations yielding final response rate of 50.62%. Various questionnaires with inconsistent and missing data were eliminated and finally responses of 360 sample employees and 720 raters were used for the analysis.
31.7% of sample employees have not received any promotion throughout their tenure in the current bank while 27.2%, 25.8%, 9.2%, 3.3% and 2.5% have received 1,2,3,4 and 5 promotions respectively. 
Measures
Organizational Citizenship Behavior
In order to measure the construct in full detail OCB was measured using the 32-item scale developed by Konovsky & Organ (1996) . Permission for the use of scale was taken from the authors. The items reflect the five dimensions of OCB proposed by Organ (1988) -Altruism, Courtesy, Sportsmanship, Conscientiousness, and Civic Virtue.
 Altruism mean that employee help others with organizationally relevant tasks (e.g. voluntarily helping less skilled or new employee).
 Courtesy means preventing problems deriving from the work relationship (e.g. encouraging discouraged co-workers for professional development).
 Sportsmanship implies that employees have a positive attitude and are willing to tolerate less than ideal circumstances without complaining.
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 Civic virtue means that employees responsibly participate in, and are concerned about, the welfare of the company (e.g. attending non-required meetings, giving creative suggestions for improvements).
 Conscientiousness is dedication to the job and desire to exceed formal requirements in aspects such as, punctuality or conservation of resources (e.g. working long days or keeping the organization"s rules). (Organ, 1988) .
The five dimensions have been most widely acknowledged and used in research (LePine, Erez, & Johnson, 2002 ; Also see Gonzallez & Grazo, 2006 for detailed references). Each dimension was measured with 7, 13, 5, 4, 3 items respectively. For each OCB item, the responses were rated on a seven-point Likert scale (1=Strongly Disagree to 7= Strongly Agree). Authors reported the reliabilities of 0.90, 0.87, 0.88, 0.84 and 0.80 for each dimension respectively. In the current study the items were slightly modified to fit the present setting (e.g., "I stay informed about developments in the company" was changed to "I stay informed about developments in the bank"). The Cronbach Alpha was calculated for each dimension which was 0.912, 0.945, 0.897, 0.844, and 0.835, and 0.953 respectively for each dimension and Composite measure of OCB. As self and peers, both ratings were taken, the single score for each item was reached by averaging the self and peer ratings for every sample (Wagner & Rush, 2000) 3
.2.2 Organizational Rewards
Three organizational rewards measured are as follows: 
Analysis Techniques
Correlation analysis was done to ascertain the relationship of OCB with the rewards and t-test was used for the significant difference in the display of OCB by the promoted and not promoted employees. General Linear Model Multivariate Analysis was performed to investigate the impact of OCB on rewards received by employee.
Analysis and Interpretations
Following the discussed methodology, the data was collected from banking sector employees and analyzed for testing the OCB-Rewards relationship using Correlation, t-test and General Linear Multivariate Method. The reward variables taken in the study are Total Promotion, Promotion, Total Salary Increment, Current Salary Increment and Annual Performance grade. Altruism, Courtesy, Sportsmanship, Conscientiousness, and Civic Virtue dimensions are taken to measure OCB. This section is divided into two sub sections:

Association of OCB and Rewards

Rewards as consequences of OCB
Association of OCB and Rewards
Association of OCB and Rewards is analyzed using correlation analysis, the results are summarized in the 
Rewards as Consequences of OCB
The next step is to analyze the impact of OCB on rewards. According to the hypotheses OCB is supposed to have significant impact on the rewards employee receives. For the said purpose, General Linear Model Multivariate Analysis was chosen as impact of each OCB dimension on multiple rewards variable needs to be scrutinized. All individual dimensions of OCB including Altruism, Courtesy, Sportsmanship, Conscientiousness and Civic Virtue as well as OCB-Composite were taken as independent variables whereas all the rewards variables including Total Promotion, Promotion, Total Salary Increment, Current Salary Increment and Annual Performance Ratings were taken as dependent variables. Each dimension individually and OCB-Composite was regressed for the rewards variables.
The first dimension, Altruism, was taken as independent variable and the rewards which proved to be significantly correlated to it are taken as dependent variable in the first model. The results are summarized in the following table. Altruism predicts the Total Salary Increment and Current Salary Increment. Though significantly correlated to Total Promotion, Altruism is not proved to be significant predictor of it. The relationship of Altruism, Total Salary Increment and Current Salary Increment is proved to be significant. Thus Altruism predicts the Salary increment an employee receives for the current year as well as for the entire period of service in the bank.
The next tested model is for the Courtesy dimension of OCB. Total Promotion and Total Salary increment were proved to be significantly correlated to Courtesy and hence have been included in the model as dependent variables. The results are displayed in the Table 4 . Courtesy predicts Total Promotion and Total salary Increment which means the number of promotions and percentage salary increment employee receives throughout the period of service in the bank is significantly dependent on the level of Courtesy shown.
In the next model Sportsmanship is regressed for all the rewards variables. Following results were attained: OCB-Composite is proved to be significant predictor of Total Promotion and Total Salary Increment. It indicates that the number of promotions and percentage salary increment employee receives throughout the period of service in the bank is significantly dependent on the level of OCB shown.
Conclusion
The purpose of this research was to test relationship of possible variables (Total Promotion, Promotion, Total Salary Increment, Current Salary Increment, and Annual Performance Grade) with OCB in the service sector context. We explored these factors in the context of Pakistan in order to fill the gap and contribute to the emerging theoretical explanation of OCB. Our findings are important because they suggest that managers consider Civic virtue to be an important part of an employee"s overall contribution to the organization and that is why rate those employees higher on the performance evaluation as compared to others. Hence employees who want good performance rating need to perform not only the job prescribed behavior but also need to take interest in the life of the organization by attending non required meetings, taking initiatives for improvements, and welcoming change in the organization etc. Knowing that employees are evaluated on their OCB, it is important to know that they consider it to be air. Johnson et al. (2009) proved that evaluating employees on OCB was taken as fair by employees. OCB weightings of 30-50% were perceived as the most fair. Another interesting result is that Sportsmanship is proved to impact Current Salary Increment. This implies that employees" tolerance of inconveniences and no complain attitude is immediately rewarded by giving more salary increment. This may be because no complain attitude is taken as indication of satisfaction and commitment to the company. Sportsmanship is not proved to impact other rewards as it is less visible form of OCB than others.
A closer look into the results of the study reveals that the OCB does not impact rewards in the short term only but also in the long-term as among others Total Promotion and Total Salary Increment has been found to be significant consequences of OCB. Total Promotions and Total Salary Increment is proved to be consequence of maximum number of OCB dimensions as well as of Composite Measure of OCB. This implies that the display of OCB leads to more promotions and higher salary increments for the employee for the period of service in the organization. Hence even if the employee does not immediately receive any reward in the result of OCB, he can expect rewards over the long run. This may have been because of the fact that immediate dissemination of rewards is not always possible for the organization, due to numerous reasons, even if it intends to reward employee for the display of OCB. As Podsakoff et al. (2009) found relatively stronger, positive relationship of OCB with reward allocation decisions than actual rewards implying that OCBs have a substantial impact on reward recommendations which may not always translate into the actual administration of rewards.
OCB dimensions and OCB-Composite either have no effect on some of the rewards or have positive effects on the other rewards. OCB does not negatively affect any of the reward in any case. Thus employees must show higher OCB in order to receive higher rewards. All employees should know that their rewards are positively affected by OCB and be careful about their behavior. The employees should be rewarded according to their performance whether job related or OCB and merit pay plans should be discouraged because they restrain the display of many of citizenship behaviors.
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